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Abstract	
The	Business	Project	was	a	prerequisite	of	the	Executive	MBA	program	of	International	
Hellenic	University.	It	was	indispensable	for	the	completion	of	the	course	and	was	the	
last	 part	 of	 the	 schedule.	 This	 dissertation	 is	 exactly	 this	 last	 part	 that	 the	 program	
demanded.	
	
My	dissertation	addresses	 the	question	of	 the	existence	of	an	effect	of	performance	
appraisal	on	employees’	engagement.	There	have	been	various	studies,	which	argued	
that	the	demands	a	job	might	have,	but	also	the	resources	it	may	use	or	offer,	affect	
employees’	 engagement,	 while	 satisfaction	 or	 not	 with	 appraisal	 affects	 their	
reactions.	My	research	 tries	 to	 find	 the	 relationship	between	 the	value	an	employee	
feels	 in	the	organization,	whether	this	 is	acquainted	through	the	appraisal	procedure	
or	not	and	the	engagement	as	a	result	of	the	appraisal.	A	statistical	analysis	provides	
the	results	of	the	responds	to	the	questionnaire	processing.		
The	 results,	 presented	 in	 the	 “Interpretation	 of	 findings”	 chapter,	 find	 two	different	
correlations,	not	between	the	two	aforementioned	concepts,	but	between	value	and	
supervisor	 at	 first	 and	 work	 engagement	 and	 fair	 working	 conditions	 in	 the	 second	
place.	This	chapter	clarifies	this	correlation.	
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Preface	
The	 basis	 of	 my	 dissertation	 is	 a	 survey	 on	 performance	 appraisal	 and	 employees’	
views	regarding	working	conditions	and	company	culture.	It	has	been	written	in	order	
to	complete	the	EMBA	program	at	the	International	Hellenic	University	(IHU).	The	time	
needed	 for	doing	 the	 research	and	writing	 the	project	was	a	4	months	period,	 from	
October	2015	to	January	2016.	
The	program	was	undertaken	at	the	request	of	National	Bank	of	Greece,	where	I	work	
and	I	was	offered	a	scholarship.		
I	 formulated	my	research	question,	with	the	valuable	aid	of	my	supervisor,	Ms	Elena	
Antonacopoulou,	who	was	always	willing	to	answer	my	queries.	
What	motivated	me	to	choose	this	topic	is	the	appraisal	procedure	I	experience	once	
every	year	and	the	fact	that	 I	see	the	differences	of	the	 impact	 it	has	on	employees’	
reactions	 and	 performance	 in	 general.	 It	 may	 prove	 to	 be	 of	 interest	 both	 for	
employees	 and	 employers	 who	 apply	 such	 appraisal	 systems	 in	 order	 to	 evaluate	
performance.	
	
I	hope	you	find	the	reading	interesting.	
	
Despoina	Iakovidou	
	
Thessaloniki,	January	31,	2016	
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Introduction	
The	present	dissertation	is	carried	out	 in	the	context	of	the	“Business	Project”	of	the	
IHU	EMBA	program.	
It	 discusses	 the	 way	 that	 performance	 appraisal	 process	 can	 become	 a	 process	 of	
engaging	 employees	 in	 terms	 of	 how	 valued	 they	 are	 made	 to	 feel	 through	 this	
process.		
More	specifically,	it	seeks	to	analyze	the	relationship	between	making	employees	feel	
valued	 through	 the	 appraisal	 procedure	 and	 their	 engagement,	which	 is	 the	 general	
objective.	
This	 sense	of	 value	 is	desirable	and	 intended	 for	employers,	as	 it	 affects	employees’	
commitment	and	efficiency.	 It	can	end	up	 in	engagement,	but,	as	the	findings	prove,	
engagement	is	more	positively	related	to	a	fair	appraisal	system.	
To	be	more	specific,	according	to	research	at	first,	which	was	held	with	employees	of	
different	fields	of	occupation	and	of	working	experience,	filling	out	a	questionnaire	and	
next,	 to	 the	 data	 collected	 and	 analyzed	 with	 the	 use	 of	 correlations	 and	 factor	
analysis,	 the	 factor	 that	 influences	more	 the	 employees’	 value	 is	 the	 supervisor	 and	
the	 relationship	 employees	 have	 with	 him/her.	 Moreover,	 appraisal	 procedure	
influences	the	engagement	of	employees,	under	fair	working	conditions.			
	
	
	
	
	
 
 
 
 
 
 
 
 
 
 
 
  -6- 
LITERATURE	REVIEW	
During	 the	 preparation	 of	 this	 dissertation,	 besides	 primary	 data	 collection	
(construction	of	 questionnaire,	 data	 collection	 and	 evaluation),	 even	 secondary	 data	
collection	was	 implemented,	 based	 on	 reviewing	 the	 relevant	 literature.	 In	 the	 sub-
chapters	 that	 follow,	 key	 studies	 concerning	 performance	 appraisal	 and	 work	
engagement	 are	 mentioned.	 In	 addition	 there	 is	 a	 reference	 of	 what	 these	 studies	
have	covered	so	far	and	of	where	the	research	gap	this	study	will	cover	lies.	
Key	studies		
There	is	a	large	research	base	in	Applied	Psychology	on	how	job	satisfaction	and	
commitment	affect	work	engagement.	Moreover,	on	how	the	perception	of	the	
appraisal	system	affects	employees’	reactions,	job	satisfaction	and	organizational	
commitment.	In	addition,	the	effectiveness	of	performance	appraisal	systems	and	their	
characteristics	have	been	increasingly	examined	during	the	last	years.	
Finally,	according	to	researchers,	the	role	of	supervisor	was	tested	and	proved	to	be	
very	important	in	the	employee	performance.	The	findings	of	these	and	other	studies	
that	will	be	analyzed	further	down	will	help	us	define	what	constitutes	a	valued	and	
what	an	engaged	employee	and	how	the	appraisal	system	involves	in	the	process	of	
making	employees	feel	valued	and	finally	in	engaging	them.	 
These	findings	are	presented	in	the	sub-chapter	that	follows.	
What	has	been	covered	so	far	
A	 short	 report	 for	 four	 “themes”	 of	 interest	 for	 our	 research	 follows.	Namely,	what	
follows	 is	 a	 description	of	what	 it	means	 for	 an	 employee	 to	 feel	 valued	 and	why	 a	
company	 should	 try	 to	 achieve	 this,	 what	 engagement	 means,	 a	 few	 things	 about	
performance	 appraisal	 and	 its	 usefulness	 to	 the	 company	 and	 finally	 the	 role	 of	
supervisor	and	his/her	influence	on	employees’	performance.	
 
Value:		
It	is	a	fact	that	when	employees’	work	is	appreciated	and	their	effort	is	recognized	by	
the	 employer,	 when	 employees	 feel	 important	 or	 even	 irreplaceable,	 which	 means	
that	they	know	that	they	add	something	to	the	company	that	no	one	else	can,	then	a	
big	 part	 of	 feeling	 valued	 occurs.	 To	 be	 more	 specific,	 employees	 will	 feel	 more	
irreplaceable	when	their	contributions	to	the	team	are	recognized.	
In	addition,	recognition	and	reward,	which	are	great	motivators,	is	good	to	be	received	
not	only	by	managers,	but	also	by	clients	and	colleagues	as	well.	An	employee	needs	to	
feel	 that	 he/she	 is	 trusted	 to	 do	 a	 job	 and	 that	 he/she	 makes	 a	 difference	 to	 the	
supervisor	and	to	the	company.	In	addition,	when	leadership	demonstrates	trust	in	its	
stuff’s	ability	to	accomplish	specific	tasks	and	give	them	ownership	of	their	projects,	it	
empowers	them,	thus	increasing	their	productivity.		
So	 what	 should	 a	 company,	 that	 wants	 to	 achieve	 that,	 do?	 Considering	 that	 an	
employee	 needs	 to	 understand	 how	 his/her	 work	 can	 achieve	 a	 goal	 in	 a	 way	 that	
another	 one’s	 can’t,	 supervisor	 needs	 to	 communicate	what	 is	 so	 special	 about	 the	
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employee’s	 work	 that	makes	 him/her	 the	most	 suitable	 to	 get	 entangled	with.	 It	 is	
really	 important	 that	 employees	 understand	 the	 extent	 to	 which	 their	 work	
contributes	 to	 the	company’s	achievement	of	goals	and	to	 the	 implementation	of	 its	
strategy.		
An	 employee	 can	 understand	 that	 he/she	 is	 valuable	 to	 the	 company,	 when	 it	 is	
obvious	that	the	company	leadership	makes	changes,	which	are	positive	for	him/her.	
Such	 a	 change	 is	 for	 example	 developing	 new	 projects	 specifically	 for	 employee’s	
talents.	
Why	would	a	company	want	valued	employees?	Because	retention	of	valued	
employees	is	essential	if	the	company	wants	to	maintain	high	levels	of	quality	service	
and	efficiency.	To	achieve	that,	the	company	must	design	such	strategies	and	
implement	such	programs,	that	both	employees’	needs	and	work	requirements	will	be	
satisfied.	Innovation	is	one	factor	that	can	help	towards	this	direction.	When	talking	
about	innovative	programs,	one	can	refer	to	competitive	compensation	and	benefits,	
which	are	the	“tangible	rewards”,	but	also	to	work	life	programs	of	high	quality,	which	
are	the	“valued	intangibles”.	It	is	reasonable	and	easy	to	understand	that	a	rewarding	
and	attractive	working	environment	can	probably	create	employee	commitment.	
Moreover,	employees	who	feel	valued	perform	better.	
According	to	survey,	not	only	the	performance	of	employees	who	feel	valued	is	better,	
compared	 to	 employees	 who	 do	 not	 have	 this	 sense	 of	 value,	 but	 also	 their	
engagement,	motivation	and	satisfaction	are	higher	as	well.	
It	 can	 be	 therefore	 said	 that	 it	 is	 really	 important	 for	 employees	 to	 feel	 valued	 and	
supported	by	their	employers.	
Employees’	‘value’	feeling	is	supposed	to	be	an	offset	against	tardiness	and	withdrawal	
from	work.		According	to	studies,	employees’	commitment,	job	satisfaction	and	better	
mood	are	achieved	by	an	organization,	when	 it	manages	 to	make	 its	employees	 feel	
valued.	What	this	means	is	that	employees,	who	feel	valued,	appreciate	the	trust	and	
fairness	 of	 their	 employer	 thus	 being	 dedicated,	 less	 and	 reasonably	 absent	 and	
managing	job	stress	and	pressure	better	and	more	effectively.	
In	 a	 fair	 working	 environment,	 where	 support	 and	 empathy	 exist,	 employees	 show	
understanding	and	they	feel	valued,	with	all	the	positive	consequences	and	effects	this	
feeling	has	on	their	performance.	
When	employees	are	given	practical	and	moral	support	by	the	organization,	when	they	
are	 kept	 informed	 and	 treated	 with	 respect,	 they	 appreciate	 it.	 Another	 important	
factor	is	the	support	from	supervisors,	which	is,	most	of	the	times,	thought	to	reflect	
the	organizations	attitude.		
Summing	 up,	 we	 can	 say	 that	 the	 working	 conditions	 the	 organization	 creates	 for	
employees	and	the	support	that	managers	and	supervisors	give,	but	also	the	decisions	
they	make,	define	the	extent	to	which	employees	may	feel	valued.		
Referring	to	the	workplace,	it	has	to	be	mentioned,	as	L.	Rhoades	and	R.	Eisenberger	in	
their	article	‘Perceived	organizational	support:	A	review	of	the	literature’	in	2002	state,	
that	“it	can	influence	employees’	health	at	work,	the	risk	of	developing	conditions	like	
burnout	or	depression	and	the	chances	of	returning	to	work	after	an	illness	or	injury”.1 
	
                                                
1 http://www.rtwknowledge.org/article_print.php?article_id=192 
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Finally,	what	 can	 prove	 to	 be	 really	 helpful,	 is	 discussing	working	 conditions	 openly.	
The	earlier	 a	discussion	of	dissatisfaction	with	aspects	of	 the	workplace	 is	done,	 the	
better	 it	 is.	 It	might	 improve	 employees’	 health,	 both	 the	 dissatisfied	 ones	 and	 the	
others.	 It	 is	 an	 indication	 or	 even	 evidence	 that	 the	 organization	 cares	 about	
employees,	about	their	needs	and	their	peculiarities.	
All	 the	 above	 contribute	 to	 making	 employees	 feel	 valued	 thus	 striving	 for	 their	
company.	This	can	be	interpreted	in	a	reverse	way;	companies	value	those	who	strive	
for	their	employer.	
 	
Engagement:	
In	their	article	‘Employee	engagement,	organizational	performance	and	individual	well-
being:	exploring	the	evidence,	developing	the	theory’,	published	in	2013,	Catherine	
Truss,	Amanda	Shantz,	Emma	Soane,	Kerstin	Alfes	and		Rick	Delbridge	give	us	the	first	
use	and	meaning	of	engagement	in	the	academic	world.	More	specifically,	
“Engagement	first	entered	the	academic	lexicon	in	the	social	psychological	work	of	
Kahn	(1990,	p.	702),	who	proposed	that	personal	engagement	occurs	when	‘people	
bring	in	or	leave	out	their	personal	selves	during	work-role	performances’.	These	
behaviors	are	defined	by	the	extent	to	which	people	employ	physical,	cognitive	and	
emotional	degrees	of	themselves	during	work–role	performances.	As	such, engaged	
employees	express	their	authentic	selves	through	physical	involvement,	cognitive	
awareness	and	emotional	connections.	Conversely,	disengaged	employees	‘uncouple’	
themselves	from	their	roles,	suppressing	personal involvement	in	physical,	cognitive	
and	emotional	aspects	of	work.”2  
The	same	article	refers	to	another	approach,	appearing	some	years	later	(the	burnout-
antithesis	view	on	engagement	in	1997)	and	developed	by	Maslach	and	Leiter.	This	
approach	proposed	that:	“engagement	and	burnout	are	opposite	ends	of	a	continuum,	
with	burnout	featuring	exhaustion,	cynicism	and	lack	of	accomplishment	and	
engagement	being	associated	with	energy,	involvement	and	efficacy”.	
What	this	means	is	that	engaged	employees	are	vigorous,	full	of	energy	and	efficient.	
Disengaged	ones	on	the	contrary,	do	not	perform	the	same	way,	do	not	feel	
enthusiastic	about	their	work	and	company	and,	consequently,	do	not	act	efficiently.	
Lastly,	 the	 article	 describes	 a	 third,	 more	 recent	 approach,	 according	 to	 which,	
“engagement	 is	 an	 individual's	 involvement	 and	 satisfaction	 with,	 as	 well	 as	
enthusiasm	 for,	 work	 (Harter,	 Schmidt	 and	 Hayes	 2002,	 p.	 269)	 and	 there	 is	 a	
difference	 between	 job	 engagement	 and	 organizational	 engagement	 (Saks	 2006),	 a	
fact	suggesting	that	engagement	can	have	multiple	foci,	similar	to	commitment”.	
Regardless	the	approach,	it	is	a	fact	that	organizational	culture	is	the	key	to	the	success	
of	organizations.	The	people	of	organizations	are	those	who	are	affected	by	the	culture	
and	either	they	help	their	company	succeed	or	not.	This	is	the	reason	why	companies	
must	adjust	their	culture	according	to	their	employees’	needs.	
Companies	that	understand	the	importance	of	this,	make	provision	for	working	
conditions	that	assure	their	peoples’	development,	as	people	is	the	biggest	investment	
a	company	can	make.	There	is	an	essential	prerequisite	though;	employees	must	
appreciate	all	these	efforts	the	company	makes	for	its	people.	What	this	means	is	that	
                                                
2 http://www.tandfonline.com/doi/full/10.1080/09585192.2013.798921 
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the	people	who	reap	the	benefits	of	a	company,	which	tries	for	the	success	of	the	
company	as	a	whole	and	not	only	for	its	profit,	should	become	more	and	more	
engaged.	If	something	like	this	does	not	occur,	it	means	that	the	company	addresses	to	
the	wrong	people,	who	will	not	be	engaged,	even	if	the	company	adopts	policies,	
which	would	normally	have	employees’	engagement	as	a	result.	It	can	be	therefore	
said	that	employee	engagement	is	both	company’s	and	employees’	concern.	
“Employee	engagement	has	emerged	as	a	further	alternative	to	measuring	employee	
commitment	to	organizations	as	a	way	of	creating	a	more	highly	effective	workplace”.3	
It	is	a	fact	that	many	companies	want	their	employees	to	be	engaged	in	order	to	create	
benefits	and	to	ensure	better	performance	for	the	organization.	
Considering	that	an	engaged	employee	performs	better,	according	to	research,	one	
can	say	that	an	employee	who	is	committed	to	a	supervisor	can	have	better	
performance.	
“Employee	commitment	refers	to	the	psychological	attachment	of	workers	to	their	
workplaces.	Commitment	to	organizations	is	positively	related	to	such	desirable	
outcomes	as	job	satisfaction,	motivation	and	attendance	and	negatively	related	to	
such	outcomes	as	absenteeism	and	turnover.	However,	the	relationship	between	
organizational	commitment	and	job	performance	is	more	tenuous”.4		
Some	may	 say	 that	 the	word	engagement	 itself	 is	 limiting.	 “To	 create	 a	 sustainable,	
innovative	 and	 high-performing	 organizational	 culture,	 businesses	 need	 to	 focus	 on	
both	 engagement	 and	 energy—essentially,	 moving ‘beyond	 engagement’	 as	 it	 is	
known	 today”,	 according	 to	 the	 message	 Brady	 G.Wilson	 gives	 through	 his	 book	
Beyond	Engagement.5 	
Speaking	about	energy,	work	engagement	is	related	to	high	levels	of	energy,	as	an	
engaged	employee	is	observed	to	be	dedicated	and	vigorous,	whereas	a	not	engaged	
one	retains	low	levels	of	energy	and	willingness,	thus	he	becomes	exhausted	easily.	
Job	requirements	are	sometimes	so	demanding,	that	cause	stress	to	employees,	who	
are	obliged	to	make	a	high	effort,	in	order	to	meet	those	demands.	This	extra	effort	
may	have	an	impact	on	performance	or	cause	other	problems	when	employees	are	
trying	to	maintain	their	performance	levels.	
Job	resources	(feedback,	training,	development	opportunities)	may	help	employers	
and	employees	deal	with	the	aforementioned	difficulty	of	job	demands.	For	example,	
the	appropriate	use	of	feedback	enables	learning	and	enhances	competence.	
According	to	the	effort-recovery	approach	(Meijman	&	Mulder,	1998),	“work	
environments	that	offer	abundant	resources	foster	the	willingness	of	employees	to	
dedicate	their	efforts	and	abilities	to	the	work	tasks.	In	such	environments,	it	is	likely	
that	the	task	will	be	completed	successfully	and	that	the	work	goal	will	be	attained”.6		
What	this	means	is	that	in	an	environment,	where	both	the	employer	and	the	
colleagues	are	supportive	and	the	feedback	is	properly	used	both	ways,	then	the	work	
engagement	is	enhanced	and	the	goals	are	more	easily	achieved.	
                                                
 
3 http://vuir.vu.edu.au/123/ 
4 http://www.jstor.org/stable/256788 
5	http://www.shrm.org/Publications/hrmagazine/bookblog/Lists/Posts/Post.aspx?ID=62#sthas			 
h.S3HUW65R.dpuf	
6 http://www.jstor.org/stable/41683873 
  
  -10- 
Research	has	proved	that	not	satisfied	employees,	who	consequently	are	not	
committed	to	their	employer	at	the	same	time,	tend	to	be	absent	more	often	than	the	
satisfied	ones.	The	opposite	stands	for	engaged	employees,	who	don’t	use	to	be	
absent	for	health	reasons,	in	contrast	to	not	engaged	ones,	who	are	more	often	unable	
to	go	to	work,	whether	being	ill	is	true	or	not.	This	happens	because	they	want	to	
avoid	job	stress	that	the	job	demands	cause.	It	is	easily	understood	therefore	that	job	
demands	can	affect	one’s	work	engagement	(but	not	future	levels	of	it).	For	example,	
if	job	demands	increase,	without	a	concurrent	increase	in	job	resources,	then	it	is	
really	possible	that	the	number	of	exhausted	employees	will	increase.	This	happens	
because	exhaustion	and	job	demands	are	positively	related,	whereas	exhaustion	and	
job	resources	are	negatively	associated.		
Job	resources,	as	well	as	job	demands,	may	affect	work	engagement.	In	particular,	this	
is	a	positive	effect,	which	means	that	an	increase	of	job	resources	causes	an	increase	
of	work	engagement.	
Demands	and	resources	are	the	two	factors	that	can	define	in	what	extend	employees	
may	feel	engaged	or	exhausted.	
	
Performance	Appraisal:		
Organizations	 of	 various	 sizes	 use	 performance	 appraisal	 systems	 for	 evaluating	
employees,	for	selecting	people	to	promote	them,	for	deciding	about	salary	increases	
and	finally	for	providing	and	receiving	feedback.	
Nick	Wilton,	 in	his	book	An	 Introduction	 to	Human	Resource	Management,	 suggests	
that:	“performance	appraisal	procedure	provides	an	opportunity	for	both	the	manager	
and	 the	 appraisee	 to	 review	 and	 reflect	 upon	 employee	 progress	 against	 agreed	
objectives	 and	 to	plan	 for	 individual	 performance	 improvements.	 It	 also	provides	 an	
opportunity	 to	 discuss	 on	 merit-based	 salary	 increases,	 training,	 promotions	 or	
necessary	 remedial	 action	 for	 poor	 performance”.7	 It	 has	 to	 be	 mentioned	 that	
supporting	infrastructure	is	essential	for	the	effectiveness	of	the	appraisal	procedure.	
Continuing	in	the	same	book,	N.	Wilton	expresses	the	following	aspect	of	appraisal:	“If	
carried	 out	 effectively,	 an	 appraisal	 should	 represent	 a	 dialogue,	 rather	 than	 an	
interrogation	 or	 lecture,	 about	 the	 individual’s	 performance,	 development	 and	 the	
support	or	development	requirements	going	forward”.	
If	 someone	 wants	 to	 evaluate	 the	 effectiveness	 of	 a	 performance	 appraisal	 system	
he/she	 should	observe	how	employees	 react	 toward	 this.	When	employees	 respond	
positively	to	the	system,	this	suggests	that	it	is	effective.	But	not	only	employees	react	
to	 this;	 managers	 may	 also	 express	 a	 positive	 or	 negative	 opinion,	 concerning	 the	
appraisal	 system.	 More	 specifically,	 the	 few	 researches	 that	 dealt	 with	 this	 issue	
proved	 that	managers	 seem	 to	 be	more	 satisfied	 than	 employees	with	most	 of	 the	
aspects	 of	 the	 system.	 What	 would	 be	 a	 possible	 reason	 for	 this?	 One	 possible	
explanation	 for	 these	 findings	could	be	the	 fact	 that	managers	are	trained	 in	how	to	
use	the	appraisal	systems,	because	organizations	offer	the	possibility	of	such	training.	
Employees	on	the	other	hand	do	not,	most	of	the	times,	have	this	opportunity,	but	if	
they	 had	 this	 possibility,	 their	 satisfaction	 might	 be	 increased,	 due	 to	 the	
familiarization	with	the	system	they	could	obtain.	
                                                
7 Nick	Wilton,	An	introduction	to	Human	Resource	Management,	2nd	Edition,	Sage,	2013,	p.179	
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The	more	a	manager	or	an	employee	is	getting	acquainted	with	the	appraisal	system	
the	company	uses,	the	more	satisfied	he/she	feels.	This	satisfaction	can	be	enhanced	
though	 if	 the	 appraisal	 procedure	 is	 designed	 in	 a	way,	which	 adds	 to	 the	 appraisal	
discussion.	 During	 the	 process	 of	 appraisal	 discussion	 problems	 and	 needs	 can	 be	
expressed	 more	 clearly	 and	 finally	 resolved	 more	 efficiently.	 As	 far	 as	 managers’	
satisfaction	 is	 concerned,	 it	 could	 be	 enhanced	 if	 the	 appraisal	 system	 made	 goal	
setting	possible.	For	managers,	the	achievement	of	goals	is	one	of	the	most	important	
tasks,	so	 if	appraisal	procedure	helped	 in	discussing	and	defining	the	way	employees	
could	 contribute	 to	 this	 achievement,	 this	 could	 be	 ideal	 for	 them	 and	 their	
satisfaction	 would	 be	 increased.	 When	 it	 comes	 to	 employees’	 satisfaction,	 the	
planning	 of	 their	 career,	 as	 part	 of	 the	 appraisal	 discussion,	 could	 raise	 their	
satisfaction.	We	come	to	the	conclusion	that	both	managers	and	employees	need	to	
be	directed	to	use	the	appraisal	system	properly,	so	that	they	can	benefit	from	it	and	
enhance	their	satisfaction.	The	more	satisfied	both	employees	and	managers	are,	the	
higher	the	performance	of	the	company	will	be.	
	
Supervisor:	
According	 to	Thomas E. Becker, Robert S. Billings, Daniel M. Eveleth and Nicole L. 
Gilbert research,	in	their	article	Foci	and	Bases	of	Employee	Commitment:	Implications	
for	 Job	 performance	 (1996),	 there	 is	 no	 strong	 correlation	 between	 commitment	 to	
organizations	and	performance	of	employees.	Moreover,	the	findings	of	this	research	
associated	positively	commitment	to	supervisor	with	performance.	It	can	be	deduced	
that	the	supervisor	influences	more	strongly	employees’	performance	compared	to	the	
organization.	
Because	of	this	influence	of	supervisor	to	employees’	performance,	some	studies	were	
conducted,	 examining	 the	 supervisor’s	 influence	 on	 employees’	 motivation	 and	 job	
satisfaction	as	well.	The	way	a	supervisor	is	treating	his/her	subordinates	is	a	result	of,	
among	 others,	 his/her	 temperament,	 knowledge	 and	 experience.	 By	 observing	 the	
results	 of	 the	 studies	 more	 carefully,	 one	 can	 understand	 that	 the	 “supervisor’s	
psychoticism”	 is	 positively	 related	 to	 employees’	 satisfaction	 from	 their	 job	 and	
motivation	 to	 do	 their	 best.	 “Supervisor’s	 extraversion”	 and	 “neuroticism”	 on	 the	
contrary	are	negatively	linked	to	satisfaction	and	motivation	of	employees.	
Since	employees	committed	 to	 supervisors	perform	better	and	supervisor’s	behavior	
affects	employees’	satisfaction	and	motivation,	it	is	more	and	more	recommended	for	
supervisors	to	be	in	favor	of	planning	their	employees’	careers	and	development.	The	
findings	of	another	study,	examining	 the	support	a	supervisor	gives	 to	a	subordinate	
and	the	subordinate’s	organizational	commitment,	proved	supported	employees	to	be	
more	committed	to	the	company,	as	employees	appreciate	the	trust	a	supervisor	gives	
them,	 thus	 increasing	 their	 sense	of	 responsibility.	The	same	applies	 to	performance	
feedback	from	managers,	so	it	can	be	suggested	that	this	feedback	can	have	potential	
organizational	benefits	and	that	it	is	important	for	an	organization	to	have	supervisors	
who	inspire	their	subordinates.	
According	to	the	latter	study,	women	feel	more	committed	when	they	receive	support	
from	their	supervisor	than	men,	whose	commitment	 is	not	so	strongly	related	to	the	
support	 they	 receive	 from	 their	 supervisor.	 It	 can	 be	 consequently	 said	 that	 “the	
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relationship	 between	 perceptions	 of	 overall	 supervisor	 support	 and	 organizational	
commitment	was	moderated	by	employee	gender”,	as	the	study	concludes.	
Al	 the	 above	 make	 us	 understand	 that	 the	 role	 of	 supervisor	 is	 important	 for	 an	
employee’s	performance,	satisfaction,	motivation	and	organizational	commitment.		
 	
Research	gap	
As	 stated	 before,	 commitment	 to	 supervisor	 improves	 employees’	 performance,	
according	 to	 studies.	 	 This	 research	 tries	 to	 find	 the	 supervisors’	 relation	 with	
employees’	“value”	feeling.		
In	 addition	 appraisal	 procedure	 affects	 employees’	 satisfaction,	 according	 to	
researches.	This	one	investigates	the	relationship	of	engagement	and	appraisal,	when	
the	latter	is	conducted	in	a	fair	environment.	
My	 research	 results	may	 help	 in	 establishing	 a	 performance	 appraisal	 system	 being	
introduced	in	the	future	developed	in	a	way	that	will	provide	feedback	about	working	
conditions	 and	 views	 about	 supervisors,	 two	 basic	 factors	 that	 affect	 value	 and	
engagement	of	employees.	
	
	
	
Picture	1:	Employees	feel	valued	(Source:Forbes)	
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Key	research	questions	
Some	 of	 the	main	 issues	 this	 research	 deal	with	 are	 expressed	 in	 the	 following	 key	
questions:	
How	far	does	performance	appraisal	make	employees	feel	engaged?	
In	which	ways	does	performance	appraisal	help	employees?	
How	 important	 is	 the	working	environment	and	 the	organization’s	 culture	 in	making	
employees	feel	valued	and	engaged?	
What	is	the	role	of	supervisor?	
	
The	 way	 the	 answers	 to	 the	 questions	 of	 the	 questionnaire	 correlate	 help	 us	
understand	the	answers	to	the	key	research	questions.	
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METHODOLOGY	
Sample	
300	 people,	 working	 in	 companies	 and	 organizations	 that	 evaluate	 their	 personnel	
annually	with	 an	official	 performance	 appraisal	 procedure,	were	 sent	 questionnaires	
via	e-mail.	 In	the	next	ten	days	200	answers	were	gathered	and	were	extracted	from	
the	survey	platform,	in	order	to	be	analyzed.		
Process	
The	questionnaire	consists	of	three	parts:		
The	first	one	contains	10	questions	and	is	about	company	and	how	it	handles	several	
things,	such	as	feedback,	employees’	problems	and	suggestions	and	so	on.	
The	second	also	contains	10	questions	and	is	about	employees	and	how	they	perceive	
their	 supervisor	 and	 company’s	 behavior,	 appraisal	 procedure,	 cooperation	 and	
others.	
Finally,	 the	 third	 asks	 respondents	 for	 some	 demographic	 information,	 concerning	
their	organization,	their	job	level,	working	experience,	gender	and	age.	
At	the	two	first	parts	all	the	possible	answers	to	the	questions/items	were	given	at	a	5-
point	likert	scale.		
	
The	questions	can	be	categorized	in	6	groups	each	one	examining	one	different	topic.		
The	categories	are	presented	below	and	in	Table	1.	
• The	first	group/category	of	questions	 is	about	the	supervisor	and	the	role	he/she	
has	 in	employees’	development.	4	questions/	 items	are	 included	 in	this	category,	
concerning	supervisor’s	ability	to	handle	and	resolve	employees’	problems,	to	offer	
training,	to	get	involved	in	employees’	career	development	and	finally	to	be	aware	
of	each	employee’s	work	and	contribution	and	recognize	it	by	giving	fair	reviews.	
• The	 second	 category	 is	 about	 the	 way	 that	 management	 exploits	 employees’	
feedback	and	offers	 them	support	 in	 their	effort	 to	 improve	 themselves.	3	 items	
can	 be	 seen	 in	 this	 category	 dealing	 with	 the	 use	 of	 employee	 feedback	 by	
management,	 so	 that	 improvements	 can	 be	 made,	 the	 response	 to	 employees’	
suggestions	and	the	support	for	their	efforts	for	improvement.	
• In	 the	 following	 group	 of	 items,	 one	 can	 distinguish	 the	 creation	 of	 a	 fair	
environment,	 where	work	 is	 recognized	 and	 rewarded	 and	 changes,	 positive	 for	
employees,	are	implemented.	3	items	expressing	exactly	the	three	aforementioned	
characteristics	are	detected	here.	
• The	fourth	group	reveals	how	performance	appraisal	helps	employees	to	care	for	
company’s	 success	 and	 achievement	 of	 goals.	 3	 items	 concerning	 appraisal	
procedure	contributing	to	employees’	motivation,	setting	and	achieving	goals	and	
understanding	 of	 how	 their	work	 is	 involved	 in	 the	 company’s	 overall	 goals	 and	
strategy	are	included	here.	
• The	 fifth	category	has	 to	do	with	 the	connection	between	performance	appraisal	
and	 communication-cooperation	 among	 the	 members	 of	 the	 working	 teams.	 It	
entails	items	about	performance	appraisal	helping	in	bonding	and	solidarity	among	
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colleagues,	in	communicating	needs,	capacities	and	weaknesses	and	finally,	about	
the	value	an	employee	feels	inside	the	team.	
• The	 sixth	 and	 last	 group	 is	 related	 to	 performance	 appraisal	 and	 the	 extent	 to	
which	 it	 can	help	employees	 to	 improve	 their	performance	and	attitude.	4	 items	
are	 in	 this	 last	 category,	 one	 for	 constructive	 criticism,	 another	 one	 for	
performance	 improvement,	 a	 third	 one	 for	 improvement	 of	 motivation	 and	
satisfaction	and	a	last	one	for	change	of	employees’	behavior.	
	
	
Table	1:	Categories	of	questions	
	
		
Analysis	
The	 data,	 collected	 by	 the	 survey	 were	 extracted	 and	 analyzed	 by	 using	 SPSS,	 a	
program	for	statistical	analysis.	Correlations	and	factor	analysis,	followed	by	a	test	of	
how	factor-analyzable	the	sample	was,	resulted	in	conclusions	about	the	key	research	
questions,	mentioned	in	the	relevant	sub-chapter.	
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FINDINGS/DATA	ANALYSIS	
In	 this	 chapter	 the	 two	methods,	which	were	 followed	 to	 analyze	 the	 results	 of	 the	
survey,	are	presented,	with	the	respective	findings.	
Correlations	among	all	variables	
On	the	Correlation	Matrix	(Table	2)	below	associations	between	the	items	can	be	seen,	
with	 0,5-1,00	 indicating	 the	 strong	 positive	 ones,	which	will	 be	 extensively	 analyzed	
next.	 Correlation	 is	 a	 statistical	 technique,	 “useful	 for	 measuring	 the	 strength	 of	 a	
linear	 relationship.	 Strongly	 related	variables	 could	have	 correlation	 close	 to	0	 if	 the	
relationship	is	nonlinear”.8	When	two	variables	are	correlated,	then	a	change	in	one	of	
the	two	causes	a	change	to	the	other	one.	
Items	1	to	20	and	their	correlations	are	presented	on	Table	2.	
	
Table	2:	Correlation	Matrix	
	
	
	
	
	
	
	
	
	
	
                                                
8 S.	Christian	Albright,	Christopher	J.Zappe,	Wayne	L.Winston,	Data	Analysis,	Optimization	and	
Simulation	Modeling,	p	108,	4th	Edition,	South-Western	Cengage	Learning,	2011	
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The	strong	positive	correlations	between	the	items	can	be	better	depicted	in	Table	3	
that	follows.	Sometimes	an	item	can	be	seen	as	a	dependent	variable	and	some	others	
as	the	independent	one.	There	is	a	column	next	to	each	item	on	the	table,	explaining	
which	type	of	the	two	(dependent,	independent)	corresponds	to	the	item,	concerning	
each	correlation	separately.	
	
Table	3:	Strong	correlations		
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By	 observing	 Table	 3	 above,	 one	 can	 see	 that	 there	 are	many	 correlations	 between	
items	 of	 each	 of	 the	 question	 categories,	 so	 it	 can	 be	 stated	 that	 there	 is	 namely	
multivariation,	 which,	 although	 it	 provides	 many	 conclusions	 concerning	 the	
association	 of	 all	 variables,	 it	 does	 not	 help	 in	 finding	 clearly	 whether	 performance	
appraisal	system	affects	employees’	engagement.	There	 is	another	statistical	method	
that	can	help,	called	factor	analysis	and	it	will	be	presented	further	down.	
The	 main	 conclusions	 that	 correlation	 matrix	 helps	 us	 deduct	 are	 presented	 in	 the	
following	chapter	of	interpretation	of	findings.			
Factor	Analysis	
“Factor	 analysis	 is	 a	 method	 of	 data	 reduction.		 It	 does	 this	 by	 seeking	 underlying	
unobservable	 (latent)	variables	that	are	reflected	 in	the	observed	variables	 (manifest	
variables)”.9	
This	method	is	being	developed	further	on,	starting	with	a	test,	that	shows	how	factor-
analyzable	the	sample	is.	It	is	the	KMO	test,	presented	in	the	following	table	(Table	4).	
In	 order	 to	 be	 factor	 analyzable,	 a	 sample	must	 have	 a	 KMO	 value	 over	 0,5.	 In	 our	
research	case	this	number	 is	0,878,	so	 this	means	that	our	sample	 is	appropriate	 for	
factor	 analysis.	 In	 other	 words,	 it	 is	 justified	 to	 do	 factor	 analysis	 on	 the	 above	
correlation	matrix.	
	
					 	 													Table	4:	KMO	Test	
	
After	 having	 done	 this	 test	 we	 proceed	 with	 measuring	 the	 variance	 in	 each	 item	
shared	with	the	remaining	variables,	in	order	to	realize	which	variables	should	not	be	
                                                
9 http://www.ats.ucla.edu/stat/spss/output/factor1.htm 
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included	 (<	 0,20).	 The	 communalities	 table	 below	 (Table	 5)	 indicates	 that	 all	 the	
variables	should	be	included.	
	
	Table	5:	Communalities	
	
	
	
	
The	correlations	between	 the	variables	and	 the	 factors	are	presented	both	 in	Factor	
Matrix	 (Appendix,	 Table	 7)	 and	 the	 Pattern	 Matrix	 (Table	 6),	 on	 which	 we	 will	 be	
based,	in	order	to	find	whether	the	employed	items	load	onto	a	single	or	more	factors	
and	which	items	load	onto	which	factor.		
More	 specifically,	 “the	 pattern	 matrix	 holds	 the	 loadings.	 Each	 row	 of	 the	 pattern	
matrix	is	essentially	a	regression	equation,	where	the	standardized	observed	variable	is	
expressed	as	a	function	of	the	factors.	The	loadings	are	the	regression	coefficients”.10	
	
	
	
	
	
	
	
	
	
	
                                                
10 http://www-01.ibm.com/support/docview.wss?uid=swg21479627 
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Table	6:	Pattern	Matrix	
 
 
 
In	our	case,	the	factors	extracted	by	the	method	are	two,	as	it	can	also	be	seen	in	the	
Total	 variance	 explained	 table	 (Appendix,	 Table	 6)	 and	 the	 Scree	 Plot	 (Diagram	 1),	
where	 it	 is	obvious	that	factors	1	and	2	have	a	statistically	significant	eigenvalue	and	
only	these	two	will	be	extracted	from	the	actual	analysis.	
	
	
	
	
	
	
	
	
	
	
	
	
  -23- 
Diagram	1:	Scree	Plot	
	
	
	
	
	
In	 Pattern	 Matrix	 (Table	 6)	 we	 can	 see	 how	 the	 variables	 and	 the	 factors	 are	
correlated.	It	shows	how	each	variable	loads	on	each	factor.	These	factor	loadings	can	
be	considered	as	 the	 standardized	 regression	coefficients,	 so	 it	 can	be	assumed	 that	
the	7th	question,	listed	first	on	the	matrix,	has	a	correlation	of	0,812	with	Factor1.	This	
is	a	strong	association	for	a	factor	analysis	in	most	research	fields.		
A	careful	observation	of	the	loadings	shows	that	twelve	items	are	 loaded	on	factor	1	
and	the	rest	eight,	since	all	20	items	were	included	in	the	analysis,	are	loaded	on	factor	
two.	To	frame	it	more	specifically,	variables	7	to	11	have	a	positive	strong	association	
with	 factor	 one,	whereas	 variables	 19	 to	 20	 have	 a	 positive	 strong	 association	with	
factor	2.	The	following	picture	(Picture	2)	contains	the	questions	items	related	to	the	
two	factors,	in	an	order,	equivalent	to	this	of	the	pattern	matrix.	
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Picture	2:	Items/	factors	association	
	
	
	
	
	
As	far	as	the	demographics	are	concerned,	we	can	see	in	the	survey	results	(Appendix,	
Picture	1)	that	the	bigger	part	of	the	respondents	works	in	large	multinational	
organizations	(33,5%)	and	large-sized	private	company	(23%).	In	addition,	the	majority	
of	them	are	employees	(50,5%)	or	supervisors/team	leaders	(28,10%).	64,6%	of	them	
have	been	working	more	that	5	years	at	their	organization	and	the	age	ranges	were	
from	25	to	34	(53,1%)	and	from	35	to	44	(32,8%).
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INTERPRETATION	OF	FINDINGS	
Starting	 with	 analyzing	 one	 by	 one	 the	 data	 of	 Table	 3,	 where	 strong	 correlations	
among	items	are	mentioned,	we	have	the	following	conclusions:	
In	 a	 fair	 working	 environment	 the	 supervisor	 can	 handle	 employee	 problems	 in	 a	
better	 way.	 Or	 else	 this	 can	 be	 expressed	 as	 follows:	 in	 an	 environment	 where	
supervisor	can	handle	employee	problems,	 the	 leadership	 is	 interested	 in	supporting	
this	 effort	 and	 becomes	 committed	 to	making	 the	 company	 a	 fair,	 problem-solving,	
place.			
Feedback	 exploitation	 (which	 in	 the	 greatest	 extent	 derives	 from	 the	 appraisal	
procedure)	by	the	company,	 in	order	to	make	 improvements,	gives	to	the	supervisor	
the	ability	to	offer	training	to	the	employees,	thus	making	them	feel	valued.	
Feedback	exploitation	as	stated	before,	not	only	gives	to	the	supervisor	the	ability	to	
train	its	employees,	but	it	also	gives	satisfaction	to	employees,	thus	making	them	feel	
valued,	as	their	opinion	matters.	They	are	given	the	proper	attention.	
Feedback	(as	a	result	of	appraisal	procedure)	exploitation	by	the	company	in	order	to	
make	 improvements	 helps	 in	 reinforcing	 the	 employees'	 effort	 of	 improving	 any	
weaknesses.	This	means	that	their	need	to	meliorate	and	to	advance	is	boosted	by	the	
management.	
The	training	that	supervisor	provides	for	employees	affects	the	management's	support	
in	 terms	 of	 caring	 for	 employees	 who	 struggle	 to	 improve	 weaknesses	 and	
performance.	Besides,	training	is	a	means	of	improving,	so	management	offers	training	
more	willingly	to	people	who	are	trying	to	improve	their	weaknesses.	
Employees'	support	by	management	in	trying	to	improve	their	weaknesses	gives	them	
satisfaction.	
The	fact	that	the	supervisor	is	aware	of	employees'	work	and	effort	and	he/she	treats	
them	with	fairness	satisfies	them.	
When	management	supports	its	personnel	for	improving	its	weaknesses,	then	we	can	
say	 that,	 in	 general,	 the	 supervisor	 can	 act	 in	 a	 fair	 working	 environment,	 where	
concern	 for	 employees'	 work	 and	 needs	 is	 showed.	 Consequently	 he/she	 knows	
employees'	work	and	he/she	gives	fair	reviews.	
In	working	conditions	of	employees'	contribution	awareness,	where	supervisor	want	to	
be	fair	and	to	reward,	management	will	be	eager	to	help	employees	in	their	effort	to	
improve	weaknesses.	
When	supervisor	is	interested	in	knowing	employees'	work,	then	it	is	very	possible	that	
he/she	 is	 interested	 in	promoting	employees	who	worth	 it.	He/she	 is	being	 involved	
actively	in	employees'	career	development.	
When	supervisor	is	interested	in	knowing	employees'	work,	then	he/she	is	in	position	
of	 assessing	 and	 appreciating	 each	 employee's	 contribution.	 This	 of	 course	 makes	
employees	feel	valued.	
When	the	supervisor,	who	is	the	team	leader	usually,	knows	the	work	of	each	of	the	
members	 of	 his/her	 team,	 then	 the	 conditions	 are	 suitable	 for	 an	 employee	 to	 feel	
valued	as	a	team	member.	
In	 a	 working	 environment	 where	 the	 supervisor	 is	 interested	 in	 an	 employee's	
development,	 it	 is	 possible	 that	 company	 leadership	 implements	 changes,	which	are	
positive	for	those	who	deserve	to	be	promoted.	
  -26- 
It	is	more	possible	to	see	changes	implementation	by	the	company	leadership,	which	is	
positive	 for	 employees	 in	 an	 environment	 where	 employees	 receive	 recognition	 for	
their	contribution.	It	means	that	their	work	is	evaluated	and	appreciated	and	for	them	
(and	for	the	company's	advance	consequently)	leadership	can	proceed	in	changes.	
When	an	employee's	work	is	appreciated	and	his/her	contribution	is	recognized,	then	
he/she	 feels	 valued	 and	 feels	 more	 committed	 to	 the	 company,	 wanting	 to	 see	 it	
succeed.	
In	working	 conditions	 of	 fairness	 and	meritocracy,	where	worthy	 employees	 receive	
appropriate	recognition	for	their	contribution,	one	can	feel	valued.	
In	the	environment	where	company	leadership	makes	changes	in	favor	of	employees,	
a	 supervisor	 can	more	 easily	 get	 involved	 in	 an employees	 career	 development	 and	
finally	help	him/her	get	promoted.	
When	company	leadership	is	willing	to	make	changes,	positive	for	its	employees,	then	
it	 is	 more	 possible	 for	 employees	 to	 reap	 the	 benefits	 of	 the	 recognition	 of	 their	
contribution.	
In	a	state	of	changes	that	are	implemented	in	favor	of	the	employee	and	are	positive	
for	him/her,	employee	feels	valued.	
Performance	 appraisal	 contributes	 to	 the	 enhancement	 of	 cooperation	 in	 a	
company/organization,	which	in	turn	is	essential	for	achieving	goals.	
In	the	common	effort	of	achieving	goals,	after	the	PA	procedure,	which	helps	in	setting	
and	 achieving	 them,	 it	 is	more	possible	 to	 see	people	 cooperating	 and	helping	 each	
other.	
Through	the	PA	procedure,	meaningful	goals	setting	and	effort	to	achieve	them	end	up	
in	motivation	and	satisfaction/engagement.	
Constructive	criticism	 that	 comes	as	a	 result	of	appraisal	and	 its	aim	 is	 to	 improve	a	
person's	 behavior,	 encouraging	 positive	 changes,	 influences	 motivation	 and	 job	
satisfaction.	
Motivated	 and	 satisfied,	 because	 of	 appraisal,	 employees	 have	 better	 performance.	
Appraisal	 procedure	by	 itself	 has	 this	performance	 impact	on	employees	anyway,	 as	
the	 survey	 proved	 (66,4%	 from	 the	 respondents	 agree	 or	 strongly	 agree	 with	 this	
statement),	 but	motivation	 and	 satisfaction,	 that	 also	 come	 as	 a	 result	 of	 appraisal, 
can	lead	to	even	better	performance	levels.	
An	 employee	 who	 knows	 how	 much	 his/her	 work	 contributes	 to	 the	 company	 (PA	
clarifies	that),	as	far	as	the	company’s	overall	goals	and	strategy	are	concerned,	then	
he	has	an	improved	performance.	
The	 understanding	 of	 the	 employee’s	 contribution	makes	 employee	 feel	 valued	 and	
this	helps	him/her	be	engaged.	As	mentioned	before,	at	the	Literature	Review	chapter,	
it	 is	 really	 important	 for	 employees	 to	 understand	 their	 contribution	 to	 the	
achievement	and	implementation	of	the	company’s	goals	and	strategy	respectively.	
In	 an	 environment	 where	 performance	 appraisal	 helps	 communication,	 where	 an	
employee	 can	 express	 his/her	 needs,	where	 strengths	 are	 exploited	 and	 there	 is	 an	
effort	for	weaknesses	to	be	improved,	employee	feels	motivated	and	satisfied.	
Reversing	 the	previous	 correlation	between	 constructive	 criticism	and	 satisfaction,	 it	
can	be	now	stated	that	satisfied	employees	can	accept	criticism	more	easily.	
When	 an	 employee	 is	 satisfied	 he/she	 can	 find	 communicating	 and	 discussing	
meaningful.	
In	the	context	of	expressing	needs,	behaviors	can	change.	
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From	all	the	above	statements	we	cad	deduce	the	following	concerning	the	feeling	of	
value	and	the	fair	working	environment	where	appraisal	procedure	is	conducted:	
	
Value	
Three	 factors	 that	derive	 from	 feedback	exploitation	make	an	employee	 feel	 valued.	
These	 are	 the	 training	 a	 supervisor	 offers,	 the	 response	 management	 shows	 to	
employees’	 suggestions	 and	 the	 support	 management	 provides	 in	 ‘improving	
weaknesses’	effort	employees	make.	
Consequently	it	can	be	framed	that	feedback,	whether	it	comes	as	a	result	of	appraisal	
procedure	 or	 not,	 can	 create	 value.	 It	 has	 to	 be	 specified	 though	 that,	 “for	 the	
feedback	 process	 to	work	well,	 it	must	 be	 a	 two-way	 communication	 process	 and	 a	
joint	responsibility	of	managers	and	employees,	not	just	the	managers”.11	
The	responsibility	managers	have,	concerning	feedback,	is	to	provide	it	in	a	productive	
and	 timely	 way.	 As	 far	 as	 employees	 are	 concerned,	 their	 responsibility	 is	 to	
understand	 and	 respond	 to	 it.	 Besides,	 the	 meaning	 of	 feedback	 is	 to	 help	 them	
improve	 their	 performance.	 Finally,	 feedback	must	 be	 continuing	 and	 immediate,	 as	
close	to	the	event	it	is	about	as	possible.	This	makes	feedback	to	have	its	biggest	value,	
as	 research	 has	 shown,	 because	 employees’	 performance	 levels	 turned	 out	 to	 be	
higher	under	an	ongoing	feedback	system.	
Two	 other	 factors	 that	 help	 an	 employee	 feel	 valued	 is	 the	 supervisor’s	 active	
involvement	 in	 his/her	 career	 development	 and	 the	 recognition	 of	 employee’s	
contribution.	Required	prerequisite	for	both	factors	 is	that	supervisor	knows	well	the	
work	of	each	employee.	
The	 company’s	 culture	 can	 promote	 changes	 positive	 for	 employees	 and	 this	makes	
them	feel	valued.	Organizational	culture	provides	guidance	and	frame	concerning	the	
way	that	the	members	of	the	organization	should	act	and	behave.	It	also	has	influence	
on	employee	performance.	The	cause	for	that	is	that	culture	affects	employees’	well	-	
being	 and	 that	 performance	 is	 better	 when	 employees	 feel	 well,	 as	 surveys	 have	
demonstrated.	It	is	really	important	that	employers	know	that.	
The	 appraisal	 process	 now,	 can	 help	 employees	 to	 realize	 how	 their	 work	 helps	 in	
achieving	 the	 company’s	 goals	 and	 this	 improves	 motivation	 and	 satisfaction,	 both	
characteristics	of	employee	engagement.	
Lastly,	 fair	 reviews	 from	 supervisor,	 recognition	 for	 contribution	 and	 positive	 for	
employees	changes	make	employees	feel	valued	as	team	members.	
Conclusively,	 it	 can	be	stated	 that	 the	supervisor’s	 role,	either	 it	 is	 supported	by	 the	
organization’s	culture	or	not,	helps	employees	feel	valued.	
	
Fair	working	environment	
A	motivated	to	see	the	company	succeed	employee	can	be	considered	as	an	engaged	
one.	 According	 to	 the	 findings	 of	 the	 survey,	 this	 comes	 as	 a	 result	 of	 company	
recognizing	employees’	contribution.	
In	addition,	engagement	can	be	a	result	of	trying	to	set	and	achieve	meaningful	goals,	
through	appraisal	procedure.	
                                                
11 Elaine	D.Pulakos,	Performance	Management,	2004,	p.7 
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What’s	more,	constructive	criticism	can	empower	employees	in	a	way	that	could	make	
them	 feel	 engaged	 and	 finally,	 one	 can	 feel	 engaged	 due	 to	 the	 understanding	 of	
his/her	contribution	to	the	achievements	of	the	organization.	
To	 sum	 up,	 it	 can	 be	 gathered	 that	 an	 employee	 can	 feel	 engaged	 under	 working	
conditions	of	fairness,	where	effort	and	achievements	are	valued,	goals	are	explained	
and	feedback	is	exploited	and	provided	properly.	
	
All	these	correlations	among	the	items	are	true	but	it	takes	too	much	time	to	come	to	
a	 final	 conclusion	and	 it	 is	 very	 complex	 as	well.	 There	 is	 another	 statistical	method	
though,	as	mentioned	before,	“used	to	describe	variability	among	observed,	correlated	
variables	 in	 terms	 of	 a	 potentially	 lower	 number	 of	 unobserved	 variables	 called	
factors”.12	 The	 method	 was	 described	 in	 the	 previous	 chapter	 and	 its	 findings	 are	
presented	next.	
	
The	results	of	 factor	analysis,	 seen	on	Table	6:	Pattern	Matrix,	verify	 the	conclusions	
that	were	 retracted	by	 the	 correlation	analysis,	but	are	much	more	obvious	here.	 In	
general,	 it	can	be	 inferred	that	 three	groups	of	 the	questions	are	 loaded	onto	 factor	
one	and	three	onto	factor	two.	
It	is	interesting	to	see	which	groups	load	to	which	factor.		
The	 first	 three	 categories	 that	 have	 to	 do	 with	 supervisor’s	 role	 in	 employees’	
development,	employees’	feedback	exploitation	by	management	and	support	for	their	
improvement	 and	 creation	 of	 fair	 environment	 by	 management,	 where	 work	 is	
rewarded	 and	 changes	 are	 implemented,	 are	 loaded	 to	 the	 first	 factor,	 which	 is	
supervisor’s	role	and	contribution.	
The	three	following	categories	that	deal	with	contribution	of	performance	appraisal	in	
employees’	concern	for	company	and	goals,	in	cooperation	and	communication	among	
employees	and	in	improvement	of	performance	and	attitude	are	loaded	to	the	second	
factor,	which	is	the	creation	of	a	fair	working	place.	
The	above	can	be	gathered	in	the	following	tables	(7	and	8).	
	
		Table	7:	Items’	categories																																																																									Table	8:	Factors	
	
	
What	do	these	findings	tell	us?	For	this	question	to	be	answered,	some	data	from	
correlation	analysis	must	be	referenced	once	more.	As	mentioned	at	the	“Value”	
paragraph	at	the	end	of	the	previous	sub-chapter,	the	items	that	generate	the	sense	of	
value	are	4,5,6,8,9	and	10.	All	these	items	are	at	this	point	of	analysis	included	in	the	
first	three	groups	that	load	on	the	first	factor.	This	means	that	factor	one,	which	is	the	
                                                
12 https://en.wikipedia.org/wiki/Factor_analysis 
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supervisor’s	role	and	contribution	in	employees’	career	development,	is	strongly	
correlated	to	items	that	help	employees	feel	valued.	What	this	finding	brings	is	new,	as	
it	indicates	that	employees’	relationship	with	their	supervisor	is	very	essential	for	
making	them	feel	valued.	All	the	criteria	that	contribute	to	making	employees	feel	
valued	have	better	effects,	when	there	is	a	supervisor	involved	who	cares	for	his/her	
employees	and	has	the	will	and	capability	to	help.		The	reason	for	this	influence	is	
simple;	between	an	employee	and	the	supervisor	there	is	proximity	and	regular	
interaction.	This	aforementioned	proximity	facilitates	employees	when	they	need	
feedback	from	their	supervisor.	
Next,	at	the	“Fair	working	environment”	paragraph,	the	items	that	help	us	understand	
that	an	employee	can	feel	engaged	under	working	conditions	of	fairness,	are	11,13,14	
and	16	and	these	can	be	seen	included	in	the	groups	that	load	onto	the	second	factor,	
the	one	 that	has	 to	do	with	 the	creation	of	a	 fair	working	place	as	a	priority	 for	 the	
company.	 The	 last	 three	 groups	 that	 are	 loaded	 to	 this	 factor,	 all	 are	 about	
performance	 appraisal	 procedure	 and	 the	 influence	 it	 has	 on	 employees	 concerning	
their	 concern	 for	 company	 and	 its	 goals,	 the	 cooperation	 and	 communication	 with	
others	 at	 the	 same	 team	 or	 at	 the	 company	 in	 general	 and	 the	 performance	 and	
attitude.	 Since	 all	 these	 are	 strongly	 and	 positively	 associated	 to	 fair	 working	
conditions,	this	proves	that	when	appraisal	is	conducted	in	a	fair	working	environment,	
comfortable	 for	 employees,	 then	 the	 influence	 is	 higher.	 As	 long	 as	 these	 items	 are	
indications	of	engagement,	then	it	can	be	said,	restating	the	previous	statement,	that	
when	appraisal	is	conducted	in	a	fair	working	environment	engagement	of	employees	
is	higher.	
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CONCLUSIONS	
As	we	at	 first	wanted	 to	prove	and	as	other	 research	 found,	a	valued	employee	can	
become	a	more	engaged	one.		
What	 our	 survey	 proved	 though	 is	 a	 strong	 correlation	 between	 supervisor	 and	 a	
valued	 employee.	 As	 far	 as	 this	 correlation	 is	 concerned,	 one	 can	 understand	 it,	 if	
he/she	 considers	 that	 employees	 need	 a	 leader	 to	 understand	 their	 needs.	 A	
supervisor,	that	listens	and	shows	understanding	of	the	pressure	employees	are	under	
and	who	also	helps	them	realize	what	their	effort	is	about	and	that	this	effort	is	crucial	
and	not	pointless,	acts	as	a	leader;	the	leader	that	employees	need.	The	most	critical	
job	 a	 supervisor	 or	 a	manager	 in	 general	 has	 is	 to	 create	 a	 workplace	 that	 nobody	
would	 want	 to	 leave.	 By	 recognizing	 employees’	 work,	 but	 also	 their	 potential	
contribution,	based	on	their	knowledge,	skills	and	will,	by	offering	training	to	them,	by	
getting	 involved	 in	 and	 caring	 for	 their	 career	 development,	 by	 responding	 to	
employees’	 needs	 and	 suggestions,	 a	 supervisor	 can	 gain	 the	 trust	 of	 his/her	
employee,	thus	building	a	strong	relationship	with	him/her.	
Another	 thing	 the	 survey	 proved	 is	 that	 appraisal	 procedure,	 which	 main	 aim	 is	 to	
control	 employee	 progress	 and	 to	 help	 them	 improve	 their	 selves,	 can	 affect	
employees’	engagement,	when	being	held	in	a	fair	environment.	Under	conditions	of	
fairness,	where	performance	and	contribution	are	recognized	and	remunerated,	where	
employees	 are	 promoted	 according	 to	 these	 and	 to	 their	 abilities	 and	 where	
employees’	well	 being	 is	 one	 of	 the	 company’s	 priorities,	 appraisal	 procedure	 has	 a	
bigger	significance	and	meaning	for	employees	and	has	as	a	result	higher	levels	of	their	
engagement.	A	 company,	which	wants	 to	have	an	appraisal	procedure	 that	will	help	
employees	feel	engaged,	has	to	provide	fair	conditions	first.	
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Table	2:	Correlation	Matrix	
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Table	3:	Correlation	Matrix	with	strong	correlations	highlighted	
	
	
	
	
Table	4:	strong	correlations’	interpretation	
	
	
	
   
  -5- 
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
   
  -6- 
Table	5:	KMO	test	and	Communalities	
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Table	6:	Total	variance	explained	
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Diagram	1:	Scree	Plot	
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Table	7:	Factor	Matrix	and	Chi-Square	test	
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Table	8:	Reproduced	Correlations	
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Table	9:	Pattern	Matrix	
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Table	10:	Structure	Matrix	
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Table	11:	Factor	Correlation	Matrix	
	
 
 
Table	12:	Descriptive	Statistics	
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Picture	1:	Demographics	Survey	Summary	
	
	
	
	
	
	
